INTRODUCTION
Job satisfaction is among the most studied concepts in organizational studies. Job satisfaction is a multi-dimensional construct with a variety of definitions and related concepts which have been studied since the beginning of the 20th century. Smith (1969) suggested that job satisfaction can be categorized on the basis of individual's needs. Job satisfaction is defined as the sum total of individual's stance towards various job-related factors including work itself, supervisors, colleagues, working conditions, compensation and reward and recognition (Schultz et. al., 2003) . Individuals are more satisfied when they feel that their abilities, values and experiences are adequately used in the organization (Buitendach and De Witte, 2005) . Organizational culture has become a widely researched topic in the last few years. Uttal (1983, p. 66 The primary reason for which job satisfaction has become such a heavily studied notion is its impact on various organizational outcomes such as commitment, performance and identification. Researchers have studied job satisfaction broadly in the context of an organization and on individual level, but the latter has received greater attention (Judge et al., 2002) . Huang and Wu (2000) , Odom et al. (1990) and Silverthorne (2004) have studied the impact of different types and dimensions of organizational culture on job satisfaction, but studies pertaining to organizational values and job satisfaction are rare. Thus, the current study attempts to explore the effects of various organizational values on job satisfaction. Organizational values, along with attitudes and norms, compose organizational culture (Schein, 1985) . Employee's own personality, preferences and characteristics have a great impact on how they perceive organizational culture (Palthe and Kossek, 2003) . Researches have also linked age, gender, job tenure and education to the job satisfaction of the employees (Moyes et al., 2006; Igbaria and Guimaraes, 1993) . Therefore, the present study also investigates the influence of age and gender on the relationship between organizational culture and job satisfaction.
LITERATURE REVIEW

Job satisfaction, organizational culture and their relationship
Researchers have always been interested in knowing the factors that influence the attitudes and the behaviour of the employees. Aiken et al. (2000) revealed working condition to affect the employee's attitude. Similarly, Verplanken (2004) suggested individual's values to be an important aspect shaping their perception towards organization. Therefore, organizational researchers have been interested in understanding the various organizational values that influence various job attitudes. Odam et al. (1990) , in their study of organizational culture, job satisfaction and organizational commitment revealed that the individual's job satisfaction and organizational commitment is negatively affected by bureaucratic culture. Silverthorne (2004) concluded in his study that job satisfaction of the employees is impacted by the supportive organizational culture, innovative organizational culture and bureaucratic organizational culture, in descending order.
There has been a lack of consensus amongst researchers regarding the influence of cultural dimensions on job satisfaction. Huang and Wu (2000) found job satisfaction of the employees to be positively influenced by control & management, result orientation and professionalism. Platonova et al. (2006) revealed that the organizations where employees feel their performance is recognized have high job satisfaction. However, McKinnon et al. (2003) found stability, respect for people and aggressiveness to have a positive effect on job satisfaction of the employees. Therefore, there is still a need to investigate the relationship between organizational culture and job satisfaction (Detert et al., 2000) .
Organizational culture profile (OCP) is widely used to measure the organizational culture (Sarros et al., 2005) , but there are very few studies that have investigated the impact of distinct cultural values on job satisfaction (Bellou, 2007) . Therefore, the main goal of this study is to examine the influence of organizational values on job satisfaction and this goal is made evident in the first hypothesis of the research:
H1: Job satisfaction of the employees will be influenced by few organizational culture values.
The role of gender and age
Various organizational researchers have studied the impact of demographic characteristics on individual and organizational outcomes. There is ample research studying the effect of age and gender on individual's job satisfaction and organizational culture. Researchers, such as Bartol and Wortman (1975) , Clark and Oswald (1996) , have found female employees to be more satisfied than male employees, whereas Brief et al. (1977) and Coh and Koh (1991) found male employees to be more satisfied than their female counterparts. A number of researchers studied the effect of different job satisfaction facets on gender. Results revealed that males draw more satisfaction from factors such as salary, promotion and attitude of one's supervisor whereas job satisfaction of female employees was found to be more affected by co-workers and working conditions (Okpara et (2000), in their study of gender theories revealed that male and female employees follow different socialization processes which set them increasingly apart from each other and more homogeneous amongst themselves. There are very few studies that have studied the perceptual difference between gender and age on organizational culture values. (2001) found that employees perceive organizational culture values such as organizational pride, teamwork, relationship with co-workers, openness and leadership differently, depending on their age. In the current study, employees were divided into two groups on the basis of their mean age. Such division is logical given the fact that the age of the employees ranged from 22 to 50 years, whereby 35 years of age appears to be close to the middle of their IT careers.
Based on the previous research in this area, the present study aims to test two more hypotheses:
H2: The effect of organizational culture on job satisfaction will be influenced by employeesʼ gender.
H3: The effect of organizational culture on job satisfaction will be influenced by employeesʼ age.
METHODOLOGY
Sample and procedure
The current study was conducted in three multinational companies, located in the city of Pune, state of Maharastra (India). The questionnaires were e-mailed to respondents using their personal e-mail addresses. Total of 300 questionnaires were distributed, 250 questionnaires were returned out of which 30 were incomplete and they were not included in the research. The effective sample used in the study was of 220 employees from three multinational IT companies, yielding the effective response rate of 73%.
Both male and female employees were adequately represented in the sample. Out of the total, 99 (45%) were female respondents with the mean age of 33 and 121 (55%) were males with the mean age of 37. Using the mean age as a threshold revealed quite a balanced sample in terms of gender proportion. As for job positions, 40% were software consultants, 35% were senior software consultant and 25% were team leaders. The mean tenure in the organization was 10 years and average work experience was 14 years. Moreover, 60% possessed a post graduate degree while 40% possessed a graduate degree.
Measures
The questionnaire was divided into two sections, first part consisted of demographic information and second part consisted of organizational culture and job satisfaction questionnaire. In the first part, questions pertaining to employee's gender and age were asked. On the basis of mean age (35 years), groups were formed as older (over 35 years of age) and younger employees (below 35 years of age).
Organizational culture was studied using O'Reilly et al., (1991) Organizational Culture Profile questionnaire. OCP consists of 54 value statements such as "autonomy", "fairness", "risk taking" that are used to measure organizational value profile and individual preferences. In the current study, participants were asked to score organizational value profiles based on the extent to which they were prevalent in the organization. Participants were asked to score the value profile on a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). The reliability of OCP was measured using Cronbach's alpha, which equals 0.80.
Job satisfaction was measured using the shortened version of JDI (Smith et al., 1969) . Five factors of job satisfaction were studied in the current study (coworkers, supervisor, work, salary and promotion). Cronbach's alpha for these items equals 0.78.
Results
Firstly, for determining the dimensionality of OCP in the study sample, exploratory factor analysis was used. O' Reilly et al. (1991) reported eight dimensions in their study, namely: innovation, outcome orientation, supportiveness, emphasis on rewards, team orientation, aggressiveness, attention to details and decisiveness. The results from factor analysis did not confirm multidimensionality as only one factor accounted for the 65% variance explained. Results of the correlation analysis including age, gender and organizational culture values are shown in Table 1 . The results show that female respondents believe their organizations expects from them to respect individual right, to fit in, to be explicit and tolerant, whereas male employees feel aggressiveness and competitiveness is expected from them. When age, as a factor of job satisfaction was studied, the research showed that older employees felt that their organization gives high salaries, also that employees are not constrained by strict organisational rules and finally, that they receive due praise for high performance.
Interestingly, job satisfaction facets were found significantly correlated with 38 items of organizational culture. Items that were found highest and lowest in correlation are highlighted. Highest correlations were found for professional growth (r = 0.65, p<0.01), people orientation (r = 0.55, p<0.01), autonomy (r = 0.54, p<0.01), supportiveness (r = 0.50, p<0.01) and fairness (r = 0.50, p<0.01). Lowest correlations were found with working in collaborations with others (r = 0.25, p<0.05) and security of employment (r = 0.22, p<0.05). In order to test the stated hypotheses stepwise regression analyses was used. When all the employees were studied together, without taking into consideration age and gender, opportunities for future growth, enthusiasm for the job, fairness and good reputation were found to have a positive impact on job satisfaction. However, job satisfaction was negatively affected by aggressiveness (Table 2 ).
In the current study, separate regression was run to study the difference in organizational culture elements that affect job satisfaction of male and female individuals separately (Hardy, 1993). Results from Table 2 highlight that both male and female consider fairness and enthusiasm for work to enhance their job satisfaction. T-test was applied to assess the significant difference between male and female. Results from the t-test revealed that job satisfaction of male and female employees did not differ significantly on fairness (t = 0.60, p= n.s), whereas there was a significant difference in their job satisfaction in terms of paying attention to details (t = 2.3, p<0.05).
Interestingly, different organizational traits were found to influence male and female job satisfaction. Job satisfaction of male employees was found to be positively influenced by good reputation of the organization, freely sharing information and personal growth opportunities whereas stability and easy going atmosphere had a negative impact on their job satisfaction. Female employees' job satisfaction was found to be positively influenced by people -oriented culture, calmness, decisiveness and taking advantages of the opportunities. Their job satisfaction was negatively influenced by lack of rules. To determine the organizational traits which influence job satisfaction of older and younger employees separate regression analyses were performed. Mean age, which was 35, was used as a threshold. Results from Table 2 demonstrate that job satisfaction of both older and younger employees is influenced by opportunities for professional growth. Results from t-test highlighted that growth opportunities affected job satisfaction of older employees higher than their younger counterparts (t = 2.7, p<0.05). Furthermore, it was found that job satisfaction of younger employees was found to be positively influenced by enthusiasm towards the job and high pay for high performance whereas it was negatively affected by aggressiveness. Older employees were found more satisfied with their job as a result of fairness and stability, whereas competitiveness and informality impacted their job satisfaction negatively.
CONCLUSION
Research implications
Job satisfaction is said to positively influence individual's behaviour which facilitates organizations in developing competencies and gaining a competitive advantage (Scott-Cawiezell et al., 2005). The current study attempts to understand the organizational culture values that largely affect and influence job satisfaction of the employees. Since all values don't impact each individual equally, age and gender have been taken into account and the effect of the two on job satisfaction in light of organizational culture values have been studied.
The results from the study demonstrated that organizational culture values such as fairness, growth opportunities, job enthusiasm and good reputation of the organization affect the job satisfaction of the employees. The results of the current study are in line with the findings of Clark and Oswald (1996) who also found that fairness in the organization's processes and evaluations increase employees' satisfaction. Similarly, Kim (2002) and Arthur and Rousseau (1996) in their study revealed that opportunities for growth and development increase the job satisfaction of the employees. Reputation of the organization was also found to influence the job satisfaction of the employees which is in line with the findings of Lievens (2007) who also found respectable employer to be a factor in shaping individual's job satisfaction and willingness to stay in the organization. Promoting competitiveness among employees was found to affect negatively the job satisfaction of the employees. The reason behind such result could be the constant technological change that is happening in the IT sector which has made it already extremely competitive. Shellenbarger (2000) stated that organizations which foster aggressiveness are perceived as ruthless by the employees and are not considered conducive for long-term employment and satisfaction.
When organizational values that influence the job satisfaction of male and female were studied, there were both similarities and differences in their opinions. Male and female both felt organizational fairness to be an equally important and equally strong antecedent to their job satisfaction. Attention to details is a factor, influencing the job satisfaction of female employees more than their male counterparts. Similar findings were found by Gilloran (1995) who also found female employees to be drawing more satisfaction from attention to details. However, William (1995) stated that male employees do not perceive attention to details as an appropriate leadership skill. Moreover, male employees felt growth and developmental opportunities, information sharing and employer brand to be a predictor of job satisfaction. Eagly (1987) also revealed in his study that men value ambition, dominance and clear rules and procedures in their job whereas female employees value single organizational culture and chance to take advantage of the opportunities (Terborg, 1977 ). This can be a possible reason for female employees preferring rules. Female employees consider people orientation a more important factor than their male counterparts. This is not only because of their nature (Eagly, 1987) but also because of the relational type of career women strive for (Powell and Mainiero, 1992).
The current study came up with interesting results when organizational culture values that affect job satisfaction were studied in respect of age. As expected, younger employees' satisfaction was influenced by job enthusiasm and opportunities for growth and development. A possible reason for this can be that, at present, there is cut-throat competition in IT companies and finding a promising job is a challenge. Thus, younger employees demonstrate high enthusiasm towards their job and are comfortable working long hours. On the other hand, older employees have already proved themselves to the organization and do not care much for competition and changes.
Managerial implications
The current study tried to map the organizational culture values that influence the job satisfaction of the employees. The results highlight all the values which an organization and a manager need to consider to enhance employee morale and employee satisfaction. The study also aimed at facilitating understanding of the difference in perception of organizational values on the basis of gender and age. As stated by Palthe and Kossek (2003) , employees perceive organizational culture differently and their career progression is influenced by how well they feel they are able to fit within the organization (Young and Hurlic, 2007).
Results found fairness and growth opportunities to be significantly affecting job satisfaction of the employees. Thus, the IT companies should focus on introducing more transparency in their processes and policies. A company with clear policies and procedures is always preferred by the employees as the sense of justice dominates among them. An individual is more motivated and satisfied within the organization when they perceive themselves as growing personally and professionally. Growth opportunities in the form of promotion and increasing job responsibilities not only satisfy the employees but also affect their job performance, commitment and engagement positively. The companies with great career opportunities are always preferred among job seekers. Therefore, companies should develop clear career growth charts for their prospective employees. An average IT company employee spends around 10-12 hours in the office and it is of vital importance that the employees feel enthusiastic towards the work they are doing. Interestingly, the enthusiasm for the job is of great importance to the young employees, thus the companies should provide all their employees, and young employees in particular, with the quality of work which will keep them enthusiastic. Individuals always prefer to be associated with reputed brands and employees are no exception. Employee's job satisfaction is significantly affected by the company reputation and bad news about the company not only affects its market position but hampers the employee motivation and job satisfaction. Thus, the companies, in case of negative publicity, need to maintain open internal communication with the employees and need to provide them with honest information since this prevents employees from trusting secondary information sources and develops their trust in the company.
Possibilities for further research
The present study was conducted only on three Information Technology (IT) companies, located in Pune. A similar study can be conducted for non-IT professionals. The current study did not consider the combined effect of age and gender. Therefore, the findings of the study can only be generalized after a more rigorous research on the impact of organizational culture values on employees' job satisfaction
